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Dateds) of Interview 10/7/88, Revised 10/35

What is compernsation approach? (How organizaticon manages and why)

A. Hire at, above, or below market salary rates, recruitment
bornuses used? No recruitmernt boruses are used at Sandia.

1. Ertry vs. senicr level hires. Try to hire the hest grade
at selected schoole and target setart salaries at approximately the
GOtk of the previcus year!s CRC (College Placemernt Courncil) start
rates. Therefore, current yvear rates are uwsually less thanm that.
For experienced hires, they lace the hiree on the maturity curve.
But they donit try to buy people; so wor't of fer gpreater tharn 10%
e than currerntly earning as & general rule. Reguests to of fer
morte than 10% reguire approval of the Executive Vice Mresident, and
a very few are appraved.

E. Gecgraphic vs. national pay schedules and why? Use & single
viatioral set of start rates and matwity curves for their
scientists and engirneers (8&E?'<).

C. What are special compernsaticon programs for supervisors and
rniov—-mangerial staff? bMorne.

D. Fay adjustments—Rased orn market, profitability or ? Sarndia’s
parent corpoceation is Bell Labs/ATET. The armual pay adjustment
package is bhased on the Bell lLabs package as a max., ie. the
salaries of Bell Labs are maturity and degree adjusted. Sandia
ther population weights against Bell Lab salaries by degree level
and YSRE (Yeare since R 8 depgree) to find the upper limit of the
total compernsation package, including permanent (hase huilding) and
nov--permnanent  (non—-base buillding).

1. Irerease or Salary Management? Salary mamagement based o
performnance rank order by peer group.

2. Freguency Armual, but rot all will receive an increase in
base salary if it is consistent with their ramking. '

3. Merit increase distributions (common date or Armiversary?
excepticns or mid-years) based onm individual's performance.

Commorn date for permanent dollar (base building) increases,

some nor-permanent dollars are used throuaghout the year for
recognition of signicant accamplishments.

4. Amount of increase tied ta performarnce? Yes through their
salary marnagement process.
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. Cary novm—-supervisory pay equal or exceed executive pay?
(dual ladder—-have itj; youwr views) Mo dual ladders; but

| there is overlap of calaries of non-supervisory level and
‘ mext level {(supervicor).

&. Lead, lead/lag or lagj; market target at x % +/— market?
MAD wee above.

E. How important is unmiformity of pay acroass different busiress
lines arnd crganizatiocns? Have a Lab-wide propgram; do not
cpecifically differentiste aorosse different promgeams at Sandia.

1. Uniformity
=. Flexibility
3. Froblems/Issues

F. Roughly what portion of total compensation is boruses cr cther
forms of at risk pay? For S&E's have a rnon permanent pay
companent of approximately Z0%.

G. What is purpose of putting pay at risk? To be able tao reward
those are truly comtributing above and beyond, anmd dor?t want ta
build increased coste into longe budgets.

H. Who carn make exception to your start salary rules? What can
they charnge? The Exec Y. o0 experienced hires. oo view
graduates, start rates are established by Compernsaticr; any starte
abave the guideline are deductiocrms from the following yvear’s merit
ol Fo that V. B

1. Natiocnal office ocnly? (What can they waive?)
Ze Divisiorn VR?

3. Marnager/Supervisor?

I. Added Compernsaticn for passing cleararnce (lifestyle
restrictions——can't publish, etc.). Nco.

J. Premium pay {(overtime, hazardous duty pay) for professiconal
emploayees? No.
1. Do have it? Nco.
2. Wheo is eligible and urnder what circumstances?

K. What do you disclose about your pay system to employees?

1. Classification descriptions? Yes.
Z. Rate rariges? Yec.
3. Policies/procedures? Yes.
4. Individual pay rates? VYes, as rnoted below.
5. Other? Yes.
Foorr dtems 1-3, Have & Supervieor's Salary Marnual {(updated
arnmually) which has these data in it. RE item 4: they use a
dot matrix and show employees who ask where their dot ic
compared to the other zalary dobs. They may not make copies
of any thinmg iv the Superviscr®e Marnual. RE item S5: the
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Supervisor’ o Marnuwal also has benefite information in it.

RECRUITING AFFROACH
What do you sell to recruit staff?

New Graduates: Matiomal Laboratory with maticonal renows, 24
days vacatiorn, positives of geocpraphic locaticon, patricotic apneal
too mational defense mi oo, lenefite (predomirantly .
moncontributory), starting salaey, dual laddder career pathing,
post & biddmovement system.

Experienced:

Yes  A. Salary

Yes R, Renefits including deferred compernsation

Yes C. Career with firm

Yee D. Opportunity to work with latest technology

Yee E. Importarnce of projects, to? Matiornal defernses,

N Fo. Profit sharing

N G. Perguisites (work envirvornment) fActually some, ..
geocgraphic site, dual ladder path, 24 days vacation.

Yeoes H., Ability to work with first class organization (youwrs)

Y a. best minds

Yeas b. at cuttirng edge, or?

Yes c. ? State-~of-art equipment.

MMz I. New Grad training program? Exceptions: ES (selected
few) recruited for one-yvear—on Campus for M5 (AR/EEQ

Frogram) and Special Engineering Development Mrogram
(very few selected) BS 1/2 time for M35 high GRA; EE, €85,
ME omly.

J. Any ather thoughts/corncepts?

What would do to attract a world class talent {(FhD in Mathematics,
MIT - excepticrn, rot pipeline talent. New, idertify early &
track, try to support via summer student program, zell rnature of
W . ' '
A. Would you make exception to your rormal classification
/campensation rules? Re: classificatiorm——extremely rare arnd
very experienced only. Re: compersation——VE may propose
additional daollars with Exec VP concurrence, (barnk acoount
against rnext year allocation-—takern against rnext year's merit
kitty).

R. If so, on what basis? How excellernt a job match there is.

1. Work envirvaorment FProgrammatic meed for specialist.
Yes 2. How much flexibility to keep a hook irn them?
3. Canflict of interest issues? NO. Competiticon? Yes,

but mat a rnormal comsideratiorn. Ovie of fer made, rnot
subject to regotiabtion.

C. How do yaou pay top pecple? Gernerally, 75 to 90th
percentile of College Placement Courncil Survey with flexi
that at VP/ExecoVR directiaorn.
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1. Fros/Cons or problems in youwr system. Marbet dyiven
start rates ve equity internally.

What kind of workforce concept are you operating under?

|

|

)
A. Lifetime career, no layoff? VYes, wnless the Laboratory
funding dries up oo the individual’s performance goes to pob.

E. Only for duration of project? N

C. Hire cutting edge recruits from school; edge out with slow
raises after a few years, or? Try Lo hive cutting edge
reEcrultes. Salary manapged comsistent with performarce relative

Tt peere.

D. Fully experienced, provern talent from cother ocrganmizations?
Mery  Few.

E. Govermment/Military as a scurce? Very few.

F. Revitalizatiorn of burned—out people? If sa what, what
conditians? No,

V. Employee Mobility. See Attached.

Do youu move your professiornal staff? What levels? (e.g.
Mariagement only? Technical?

A. What problems, if any, are you having?
E. What solutions are you using that work best?
€ How do you keep transferees whole?

1. Family

Z. Spouse

3. Second wage earrner

4. Schocols

5. Other
€. Additional services offered?

Do you have:

A. Second career support — Outplacement activity/comsultant?
MNe,

E. Do you rely on short term "borrowing" of staff from
research crgarnizations/universities. etc. (conditions
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18-24 months; person goes back to prior job) - Conmflict
of interest, sabbatical issues? Na.

€. Flexible Berefits (Upper mid-level to belaw Officer) Mo




